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12 MAY 1969 


Comparison of Intellectual Abilities of 
Career Trainees who Left the Agency 
with Those who Remain 


1, Further study of the data contained in the fiat? 
A&E Report on this subject indicates that the CT's 
who remain with us are high caliber, 


2. The last paragraph of the A&E Report reads 
as follows: "Finally it should be emphasized that 
while there are modest differences in the average 
intellectual abilities of those who leave the Agency 
and those who remain, these averages should not 
be interpreted to obscure the fact that many of the 
brightest CT's do not leave the Agency, The average 
test performance of the CT's who remain places them 
in the top half of Agency professionals and well within 
the top 5% of the general population in intellectual 
ability. Clearly they are a talented group no matter 
what standards are used to judge their abilities." 


25X1 
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25X11 1 May 1969 


NOTE FOR: Mr. Bannerman via Messrs. Coffey, 
25X1 


I believe the alarmist tones of paragraphs 9 and 10 do 
not accurately reflect the data contained in the Assessment 
and Evaluation Study. While it is true that the data show 
that Career Trainees who remain with the Agency are lower 
in intellectual ability than Career Trainees who leave the 
Agency after some years of experience, the difference in 
ability is "only modest" and those CT's who stay are in the 
top half of the Agency professional ranks and in the top 
5% of the general population ranks in intellectual ability. 


This does not mean that we should be complacent about 
losing the brighter CT's but on the other hand it does not 
suggest an "uneasy question." 


25X1 


Abrdved For Release 2003/05/05 : CIA-RDP84-00780R003100120027-8 


Approved For Release 2003/05/05 : CIA-RDP84-00780R003100120027-8 


(Executive Ro. cutive Registr 
* Approved For Release ase 20098 RE rarest la 200278 xecutive Registry 


EVES ONLY — nei 


=~, 
[possans 15°73 1§73- -67 | DDI-/050 -67 


MEMORANDUM FOR: Director of Central Intelligence 


SUBJECT : Comparative Study on Newly Acquired Career Trainees 
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1. This memorandum is for your information. j a oP ae = 3 3 / 


2. It responds to a statement recently made, which you in turn 
forwarded to me, that the Agency is not now acquiring Career Trainees of 
the caliber of[___| vino joined us in 1958 and left us in 1967. ‘The 
reviews which the statement prompted have been of considerable personal 
interest to me, and while the results of these reviews have done something 


to boost my optimism in one respect, they have left me greatly concerned in 
another. 


3. I asked the Career Training Staff to provide me the names of Career 
Trainees who entered on duty in the last three years who were, in the opinion 
of the Staff, representative of the general applicant credentials presented 
during those years. From 27 names we selected five, at random, and then 
studied in detail their pre-Agency experience, Agency training and Assessment 
and Evaluation Staff test results and such supervisors’ comments as were 
available. At this point I was concerned only with the comparison with what 


25X1 ees ak to offer when he was at the same stage of Agency employment 
as 


ese Other young men are today. 


4. The records of the five young men were most favorable in comparison 
25X1 i es Certainly the level of their academic achievement and their 
strong efforts in the training phase placed them as high if not higher in the 
opinions of those who made the initial selection and who later conducted the 
training programs. The results of the evaluations made by the Assessment and 
Evaluation Staff are more specific in a comparative sense. 


5. First, let me say that the assessment report on[___| dated 25X1 

28, 29 April 1958 is remarkably accurate when reviewed in the light of his 

some ten years with the Agency. This alone lends considerable credence to the 

assessments of the newly acquired young men. Among other things the assessment 
25X1 ge "...a liking for independent, physically demanding 

activities, and a somewhat impersonal, authoritarian attitude toward people in 

general...If he feels that he is doing '‘useful' work and that the efforts of 

the Organization are being used by policymakers, he will probably stay here 25X1 

for a considerable time; if the converse is true, he may move into positions 

which will allow him a more direct influence on policy...In summary, Mr. 

at present is a very bright, self-centered, ambitious and impatient young man 

who must mature considerably before he can realize his potential...He requires 

firm and careful supervision during the next few years to help him adjust to 

the sometimes frustrating environment of the bureaucratic structure of which he 

is now a part." 
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6. A review of the Fitness Reports of Mr. during his assign- 25X1 
ments er out f this initial assess- 
ment, as és his fina etermination to leave us. Whereas there is little 


indication in the training reports by mr.[ | instructors that he would 25X1 
in fact become the top-notch young Operations Officer that he did become, 

his considerable potential showed in his assessment report. He blossomed in 

the field, as it were, and it is not possible to predict how well the five 

young men whose records I have reviewed will do in similar assignments. 
Nevertheless, as I mentioned above, I am inclined to be most optimistic because 
they are all energetic, ambitious and forceful and are actively seeking variety, 
challenge and responsibility. 


Te Sc) rn the kind of young man we want and, in the 
final determination, His Own ambitious drive and compulsion to excel made him 
perform outstandingly. These qualities more than make up for the personal 
abrasiveness noted in his Fitness Reports; the latter is perhaps inevitable 


when you have the former. It is possible that this general mixture of qualities 
exists in any of the five young men who present such exellent credentials. 


8. I might add that I have also reviewed the circumstances leading to 
Honor Awards for Career Trainees since 1959. Thirteen Career Trainees received 
medals ranging from the Distinguished Intelligence Medal to the Intelligence 25X1 
Medal of Merit. Some seven of these young men entered on duty after 
and the total leaves little doubt that our young people do possess qualities 
of courage and responsiveness to adversity when these are needed. 


9. These studies, informal as they may have been, have, as I said, left 
me With a feeling of confidence that we are still getting more than our share 
of top-notch young people suited for careers in intelligence. The concern I 
have expressed above has to do with studies completed by the Assessment and 
Evaluation Staff of our selection standards. These studies have been based 
on intellectual measures only and are concerned with the test scores of Career 
Trainees from the classes of September 1959 to February 1967. They show that 
the average score of Career Trainees who remained with the Agency are lower 
than the average scores of those who left the Agency after some years of experience. 
The Assessment and Evaluation Staff points out on eight and nine intellectual 
tests (as welll as on a composite measure of general intellectual ability) these 
differences were statistically significant. 


LO. ae composite measure of intellectual ability was considered 
above average in range to all then Junior Officer Trainees; three of the five 
young men studied are considered above average in range to all Career Trainees. 
While, over the years, our Career Trainee attrition has not been high, the 
Assessment and Evaluation study has raised the uneasy question, "why are we 
losing the better (brighter) Career Trainees we do get?" 


Obe . Wa es 
Director of Personnel 
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AES REPORT 


COMPARISONS OF INTELLECTUAL ABILITIES OF 


CAREER TRAINEES WHO LEFT THE AGENCY WITH 


THOSE WHO REMAINED 


| 


Prepared in Conjunction with the Task Force 
on Systems Analysis of Psychological Data 
Pertaining to Career Trainees 


Office of Medical Services 
Assessment and Evaluation Staff 
December 1968 
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The purpose of this study was to compare the tested intellectual abilities 
of Career Trainees who leave the Agency with those who remain as Career employees. 
Comparisons of this type can provide important clues to an organization's func- 
tioning and climate since these factors are reflected in the characteristics of 


individuals an organization can attract and retain. Specifically, the guiding 


question of this study was "are male CTs who leave the Agency higher, lower, or 


no different in intellectual ability from those who remain?” 


METHOD 

Primarily because of changes in AES's test battery (PATB) over the years, 
it was decided to approach this study in two parts. Part I includes the first 
15 CT classes (July 1951 through Sept. 1958); Part II includes the next 20 
classes (Sept. 1959 through Feb. 1967). Because of several changes in PATB 
between 1951 and 1958, as well as the relatively small number of persons in 
the first 15 CT classes, the conclusions arrived at in Part I are necessarily 
more tentative than those in Part II. 

In Part I, approximately 154 male CTs on whom PATB results were available 
were studied. All individuals were selected who fell into one of three groups: 
those who left the Agency in their first year of employment (Quick Dropouts) 3 
those who left after five or more years (Slow Dropouts) 3 and those who were still 
with the Agency as of June 30, 1967 (Stays). 


A slightly different procedure was used to define the groups in Part II. 
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Primarily because more individuals with test results were available, four 
groups were selected for study: those CTs who left in their first year of 
employment (Quick Dropouts); those who left after one or more years but who 
were still in training (Slow Dropouts A); those who left after one or more 
years after being assigned to jobs (Slow Dropouts B); and those who were 
still with the Agency as of June 30, 1967 (Stays). Primarily because of 
more systematic psychological testing of CTs since 1959, three-quarters of 
all CTs in the 20 CT classes between September 1959 and February 1967 were 
available for study in Part II. This is nearly double the proportion of 


CTs available from the first 15 CT classes. 


RESULTS 
Part I 
Table 1 presents the mean test scores of the three groups in Part I. 
For seven of eight PATB tests, the mean scores of those who left in their 
first year of employment (Quick Dropouts) were higher than the mean scores 
of the Stays. For six of eight PATB tests, the mean scores of those who 
left after five years in the Agency (Slow Dropouts) were higher than the 


mean scores of the Stays. Primarily because of the small number of 


individuals in the Quick Dropout and Slow Dropout groups, only three of 


the mean differences obtained in Part I were statistically significant 
‘(very large differences are necessary to obtain statistical significance 


with small groups). 
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Another way of looking at the data in Part I is in terms of the percentile 
equivalents of the mean scores of the various tests. Table 1 presents these 
percentile equivalents, which provide a method for understanding the magnitude 
of differences among groups. A percentile equivalent of a mean is a comparison 
of the mean (average) performance of each group with a common reference group =- 
in this case Agency professional males. For example, Table 1 shows that the 
average score of the 107 Stays on the Reading Comprehension test exceeds 77 per 
cent of Agency professionals, while the average score of the 23 Quick Dropouts 
on this test exceeds 84 per cent of Agency professionals and the average score 
of the 24 Slow Dropouts exceeds 88 per cent of Agency professionals. 

In terms of the percentile equivalents of the means of the various PATB 
tests, Table 1 shows that the average test performance of the Stays on all 
PATB tests exceeds 64 per cent of Agency professionals. The average test 
performances of the Quick Dropout and Slow Dropout groups, however, exceed 
70 and 71 per cent respectively of Agency professionals, a modest yet con= 
sistently better performance by those from the first 15 CT classes who chose 


to leave the Agency in comparison with those who remained. 


Part II 
Table 2 presents the mean test scores and the percentile equivalents 
of these mean scores for the four groups of CTs in CT classes 16 through 


35. The Quick Dropouts were not superior to the Stays; in fact, their 
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average test scores were lower than the Stays on seven of nine PATB tests. 
However, the mean test differences between the Stays and the Quick Dropouts 
were generally small and none were statistically significant. 

A markedly different picture emerged for the Slow Dropout groups -- 
both those who left during the training and after assignment to Agency posi- 
tions. In comparison with the Stays, those who left after one year but while 
they were still in training were superior on seven of nine PATB tests. Three 
of these differences were statistically significant. 

Most noteworthy, however, were the differences in average test performance 
between the Stays and those who left the Agency after having received job 
assignments. On all nine PATB tests, the average scores of those CTs who 
left the Agency after having received their job assignments were superior 


to the average scores of those who remained; on eight of the nine tests, 


these differences were statistically significant. While the differences in | 


ebility between these two groups were only modest -- the average tested 
performance on all tests by the Stays exceeded 60 per cent of Agency 
professionals while the average test performance of those who left after 
assignment to jobs exceeded 69 per cent of Agency professionals -- those 

who left after receiving job assignments were clearly and consistently higher 


in those abilities measured by PATB than those who remained. 
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DISCUSSION 
Perhaps the most interesting contrast that can be made between Parts I 
and II of this study involves the Quick Dropouts -- those CTs who left within 
their first year of the CT Program. For the first 15 CT classes (July 1951 
through September 1958), these Quick Dropouts were generally superior in 
overall intellectual ability to those who remained. However, for the next 


20 CT classes (September 1959 through February 1967), individuals who left 


during their first year were slightly lower in overall intellectual ability 


than those who remained. This apparent change in the caliber of persons lost 
during their first year of training since 1959 could be interpreted to mean 
that the CT Program has changed in recent years in such a way as to better 
hold the interest and involvement of the brighter trainees. However, the 
data from the more recent CT classes also illustrate that those CIs who leave 
after one year but while they are still in training are superior in average 
intellectual ability to those who remain. Thus any generslization about 
possible changes in the CTP over the years which has led to the retention 

of brighter individuals must be restricted to the first year of training. 
Furthermore, it should be remembered that influences other than the Career 
Trainings Program per se (e.g; perception of the assignment system, interim 
assignments, discussions with non-CTs, salary, job opportunities outside the 
Agency) may induce a CT to stay with or leave the Agency. In short, it would 


pe risky to directly attribute the apparent change in the caliber of CTs lost 
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during their first year of training to changes in the CTP. 
The factors responsible for a major finding of this study -~ that CTs who 


leave the Agency after giving it a reasonable chance in terms of time are 


brighter on the average than those who remain -- are open for speculation. 


Perhaps some of these very bright individuals, after undergoing extensive 
formal training representing much time and effort on their part, are dis= 
appointed at the level of duties or the responsibility afforded them in their 
initial jobs. If so, this could reflect a weakness in the management system 
within the Agency. On the other hand, it is possible that these young bright 
individuals are more likely to leave whichever organization they initially join 
than their slightly less able colleagues -- they realize that they are unusually 
attractive to many organizations and have little reluctance about trying some- 
where else. A number of other possible explanations could be offered, but 
without further research these as well as the possible explorations just cited 
remain purely speculative. A thorough inquiry into the sources of job dis- 
satisfaction and reasons for leaving the Agency, together with data comparable 
to the data in this study from other organizations within government and 
private industry would be needed to fully understand this phenomenon. 

Finally, it should be emphasized that while there are modest differences 
in the average intellectual abilities of those who leave the Agency and those 
who remain, these averages should not be interpreted to obscure the fact that 


many of the brightest CTs do not leave the Agency. The average test performance 
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of the CTs who remain places them in the top half of Agency professionals 
and well within the top five per cent of the general population in intellectwl 
ability. Clearly they are a talented group no matter what standards are used 


to judge their ability. 
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